Background: The impact of the increased popularity of the internet as a platform to search for jobs may benefit every job seeker as an alternative to generate employment opportunities. Graduates that emphasize on general skills have a higher likelihood of disparity while searching for jobs.
Introduction
The impact of the increased popularity of the internet as a job search tool may benefit every job seeker (Suvankulov et al., 2012) . This is because this behavior, through which effort and time are spent, acquires information about labor market alternatives and generates employment opportunities (Boswell, 2006) must faster as job portals provide fast, easy and systematic services to job seekers (Brencic and Norris, 2008) . On the other hand, Branine (2008) argued that graduates initially have high and unrealistic expectations about job prospects and job market in recruitments and selections, whereas outcomes show that employers specifically expect education to be technology-based knowledge and skills in job searching (Hirudayaraj and Baker, 2018) . On the other hand, graduates who explore the expectations according to real perspectives accrued the knowledge and skills in a preliminary management course, understand that they are required to have real-world skills and work readiness (Chavan & Carter, 2018) . Robst (2007) explained that the graduates that emphasize on general skills have a higher likelihood of being mismatched at job searches. Also Jain and Bhatt (2015) claim that job mismatching can differ mainly across gender and age of prospective employees. In public and private sectors, applicants are being perceived significantly differently by the potential employers depending on branding factors. Employers have to build an attractive reputation and brand value in the job market so as to attract and retain the best talents. However, Virga and Rusu (2018) found that employed job seekers, namely, people with different personality traits maybe differently motivated to search for alternative employments. Employers' expectations from time to time as a means to determine the current and near-term knowledge and skills needed within organizations to address HRD activities and projects (Hirudayaraj and Baker, 2018) . E-recruitment is an effective way for job seekers and employers to maintain competitive edge in the job market as job seekers can apply for multiple jobs in less time with low cost (Khan et al., 2013) .
Individual characteristics of job seekers, not only on their daily job search activities and outcomes but also on their daily psychological well-beings, show the effects of recent university graduates 'individual characteristics like conscientiousness, self-esteem, proactive personality, job search self-efficacy, and job search clarity on daily job search behavior, daily job search effort, and daily psychological well-being, as well as on job search outcomes that is number of job interviews, number of job offers, and job acceptance (Georgiou et al., 2012) .The importance of personality trait for matching the career choices in new candidates shows people who are more calm, relaxed and emotionally stable are more likely to be successful in public sector organizations (Hussain et al., 2012) Comparisons to traditional employment channels (newspapers, friends and agencies), online job portals are able to provide a wider range of choice as well as increasingly more advanced tools to evaluate the suitability of a job for job seekers (Kurekova et al., 2015) . Self-efficacy, intention and intensity gradually decline over time as a result of a number of unsuccessful job search attempts. Therefore, in addition to setting employment goals, university career advisors can develop (Wierik et al., 2015) the engagement in various activities organized by the university, such as development of the database of potential employers, participation in on-campus job fairs or attending workshops on how to develop effective resumes, may help to guide students not just along the path of goal clarification, but along the job search process (Yizhong et al., 2016) .
New resource-based views affect the growing importance of people as part of organizations and this puts resources equal to products (Wernerfelt, 1984) and human capital becomes the source of competitive advantage in the world of business (Barney, 1991) .The talent-employer relationship should be understood as an equal partnership in which needs of both should be mutually satisfied. A better knowledge of applicants' reactions to the use of SNWs, whether professional or recreational, when they are used for assessing candidates seeking a job, promotes a HR administrator's critical reflection in order to improve their use (Aguadoet al., 2016) The candidates as potential customers, partners, and future employees regardless of their current experience level or fit within their company (Miller-Merrell, 2016) provide, positive results, not only conflicts for the organization. Understanding this aspect of job seekers behaviors can play important roles in the implementation HR policies. The leaders, managers and HR experts have to prepare for these challenges and this area has recently attracted the attention of scholars (Olsovska et al., 2016) . Intergeneration of communication and information and sharing their techniques of generation Z are very different from the previous generations and it may lead to a lot of conflicts and give rise to a misunderstanding, if not systematically understood (Dill, 2015) .
High levels of autonomy are associated with a major sense of self-efficacy in relation to seeking information on career opportunities and engaging in job searching activities. Moreover, autonomy is negatively related to difficulties in the career decision-making process at its beginning. For instance, Guay et al. (2006) showed that young adults with lower levels of autonomy were at risk of experiencing chronic career indecision. This paper mainly aims to explore the perceptions of graduates as job seekers on search for jobs.
The remainder of the study is structured as follows. Section 2 gives an overview of literature and Section 3 describes the methodology used in the study. Section 4 presents the findings. Section 5 of the paper concludes the study.
Review of Literature

Traditional vs Modern Recruitment
Employers across the globe use traditional recruitment methods. The simplicity and familiarity of using these methods such as paper-based job postings, internal hiring, referrals and word-of-mouth are still popular choices amongst lots of hiring professionals today. However, these methods for hiring and recruitment are simply not enough to acquire best talents in an era of technology. Instead, a more modern i.e., slightly updated approach enables hiring teams to make more effective and efficient hiring decisions with the assistance of technology. This process is more effective for getting the right person because of less dependency on human input while making hiring decisions and completing hiring tasks. One may argue which methods of recruitment are the best, but overtime both have advantages in helping organizations hire the best possible candidates. When it comes to recruitment, organizations around the world have reaped the benefits of the traditional recruitment methods which have served them well and delivered employees which have played a key role in defining their organizations. The traditional recruitment methods are local paper advertisement, local employment office postings and internal hiring. The 21st century has seen a significant rise in technology and this rapid growth in technology has influenced recruitment methods and made a difference in landing candidates for organizations all over the world. The power of social media and job portals are the modern trends of getting right persons for employers.
Students' Knowledge/ Perception on Search for Jobs
Though students are from multicultural, multiethnic and multilingual class (Paudel et al., 2018) career perceptions are their ultimate goals for which an individual sets out to achieve either in current profession or desired profession in future. It clearly defines as to what an individual needs from his work. It is the path that an individual wants his/her career to follow. The need for vocational guidance and counseling varies across cultures. (Ramachandran, 2012) .The career perceptions of students revealed that most of the students preferred teaching/medicine as the proposed career because of better working condition. Vocational guidance helped them to choose the career to a great extent.
Theory on Search for Jobs
The innovation has changed the way job seekers look for occupations and managers find qualified representatives. While businesses still promote employment opportunities through conventional publicizing mediums, traditional and modern methods like nearby papers and magazines, today managers and job seekers swing to online employment gateways to discover work matches. Online occupation gateway offers the job seekers a platform for finding privileged opportunities for their employment as per their applications. A job portal, also known as a career portal, is a modern name for an online platform that helps applicants find jobs and aids employers in their quest to locate ideal candidates. It contains direct solicitations for employment. Most work gateways enable the job seekers to apply for occupations online immediately, or they connect the applicants with the prospective jobs. A job portal might provide additional information, such as a company's website or a direct contact numbers of the department of human resource (Kristine Tucker, 2018).
Empirical Studies
Empirical research is a way of gaining knowledge by means of direct and indirect observations or experience. Empirical evidence can be analyzed quantitatively or qualitatively. It is the review of previous studies that relate or argue with the study being conducted at present. It can further be said as systematic identification, location and analysis of documents containing information related to a research problem under investigation. The empirical review has been done on search for jobs, sources, behaviors and methods related to different countries. It helps to find the gap between previous studies and the present one and need of effectiveness of search for jobs in developing countries like Nepal. Similarly, several studies have shown that use of internet is common for search for jobs. Likewise, Ladkin and Buhalis (2016) indicate that it is crucial to provide a basis for understanding the impact of online and social media recruitment trends and issues in order to identify the perception of graduates on search for jobs.
Conceptual Framework
The internet held great potential for improving the channels of communication between employers and job seekers. Cappelli (2001) and Freeman (2002) provide a good narrative of such expected effects. The internet has significantly reduced the cost of obtaining job-related information for job seekers and the cost of the application process for employers (Feldman and Klaas, 2002) as well. The concern for employers is to process a large number of unqualified applicants. The trends and the future of social media in job searching for different positions are changing in present time (Kajanova et al., 2016) . The effects of a number of individual characteristics on the behavior, effort, outcomes of search for jobs and on psychological well-being job seekers as well (Georgiou etal., 2012) . Jansen and Jansen (2005) examined the way job seekers use the internet and assess the effectiveness of such activity. Crispin and Mehler (1997) , Bentley and Yoong (2000) , Galanaki (2002) relate a larger sample and geography of applicants of potential applicants to a greater chance of finding a right person for the job. A large cohort of authors agree that major advantage of e-recruitment is an ability to reduce the duration of the recruitment process due to expedient job postings, faster applicant response, and faster resume processing.
We have designed the conceptual framework that describes the individual job choices to show job applying and searching characteristics of job seekers. The conceptual framework developed for the current study is modified from Sharma et al. (2011) . Previous studies, reviewed in this paper, examined various types of search for jobs enabled the researcher understand its outcomes in different countries. The analysis shows the behavior and traits of people's needs and wants towards job expectations and reality of getting jobs through sources as per satisfaction. However, the studies show that search for jobs depends on skills, knowledge and capability and people have different perceptions toward their search for jobs using different methods of search for jobs. In addition, the review also revealed that only few job seekers are aware of search for jobs in the market.
Based on the empirical review carried out for this study, we identified vacancy characteristics, applicant characteristics, personal policies and recruitment sources as independent variables that shape the traits and behaviors of recruitment and graduates' behavior of job choice are identified as dependent variables for this study. The study also revealed that position, qualification required determine vacancy characteristics and the socio-demographic behavior, accesses to the internet, job search strategy and recommendation determine the characteristics of applicants.After finding the vacancy characteristics and applicant characteristics ultimately shape the perception of the graduates towards job portal. 
Discussion
The simplicity and familiarity of using traditional and modern methods such as paper-based job postings, internal hiring, referrals and word-of-mouth are still popular choices amongst lots of hiring professionals today (Crossely et al., 2006) . These methods of recruitment are the best, but overtime both have their positive aspects in helping organizations hire the best possible candidates. Branine et al. (2008) point out that the top priorities for recruitment have shown higher percentage in recruiting/sourcing highly-skilled talent compared to the improving quality of hire, improving sourcing techniques and pipelining talent. The appropriate place could be a job center, a newspaper or trade journal, a local shop, a board outside the head office building, or the internet the job search (Mortensen, 2003) . In their study Devkota and Phuyal (2017) found that 95% of youth studying school to undergraduate levels have access to internet and 94% of them have mobile phones. It indicates job portal can play significant contributing role for the development of job search effectiveness. Hence, the diversity of jobs and workers should be taken into account when measuring job accessibility.
Conclusion
Thus, the important role of information in the labor market for both employee and employers is the influence of a general-purpose information and communications technology (ICT) system in order to lead accessing and disseminating the information. The uses of job portals are useful for job seekers to find the right jobs appropriate for their skills and requirements. The importance of job portal is to provide job opportunities to maximum people who are searching for jobs. Due to the lack of awareness of job portals many people are not getting right jobs, according to their need assessment, and alternative of jobs from various sources. Different job portals like merojob.com, jobjee.com, hamrojob.com, ramrojob.com; smartzob. com have been launched in Nepal. Similarly, different companies provide similar types of services but the gap has been observed that the expectations of job seekers and the requirements of companies do not often properly match. However, many job seekers are not satisfied with the information provided by the companies about the prospects of jobs because information provided in the job portals are not found as per the reality.
